







































































Affirmative Action Plan 2016-2018

Severe Weather Evacuation Options

Individuals with disabilities or who are in need of assistance during a severe weather event, shall:
1. Vacate all areas with windows.
2. Close office doors and move to the designated areas of refuge.

3. Attendants for people with mobility impairments will coordinate and assist with any necessary movement of
the individual.

Designated areas of refuge
Building occupants shall move to the following areas of refuge: inner conference rooms, hallways, enclosed
stairwells and lobbies. No area of refuge shall have a window.

All personnel shall remain in the areas of refuge until the all clear signal to return to their work area is given.
When the severe-weather emergency condition has been declared over by the National Weather Service, an
all-clear message will be delivered to emergency monitors and staff.

IX. GOALS AND TIMETABLES

Through the utilization analysis, the agency has determined which job categories are underutilized for women,
minorities, and individuals with disabilities within the agency and has set the following hiring goals for the next
two years (Reference Table 2). '

Table 2. Underutilization Analysis and Hiring Goals for 2016-2018

Under- Under- Hiring Hiring
Under- utilizati utilizatio Hirin Goal Goal
e on # for n # for g - g
\ utilizati . . a g Racial/ Individu
Job Categories Racial/ Individu Goal - -
on # for " \ Ethnic als With
W Ethnic als With Wom Minoriti Disabiliti
omen Minoriti Disabiliti en sabiiit
es es
es es
Officials/Administr 0 0 1 0 0 : 1
ators
Professionals 0 7 0 0" 7 0
Office/Clerical 0 0 0 ' 0. 0 0
Technicians 0 1 1 0 1 1
Availability

The agency determined the recruitment area to be statewide for all job categories and relied on 2010 labor
force availability data for racial/ethnic minorities and women. Underutilization Analysis worksheets are attached
in the appendix. Numbers less than 10 are indicated with “< 10" in accordance with Minnesota Management
and Budget’s guidance on data privacy.

Women:
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At the agency, the population of women has remained approximately the same, with little significant change in
terms of percentages employed by the department across job categories.

Minorities:

At the agency, the population of racial/ethnic minorities has improved in the in the following job categories:
professionals and office/clerical; and has remained the same in the technicians and officials/administrators job
categories. In the Professionals and Office/Clerical job category for calendar years 2014 and 2015 the
department made 15 hires of individuals who self-identified as minorities, exceeding the goal for 2014-2016.
The department is committed to continued efforts in recruitment and retention.

Individuals with Disabilities:

At the agency, the population of individuals with disabilities has improved in the professionals job category; has
remained the same in the officials/administrators and office/clerical job categories; and was not improved in the
technicians category. Overall, the department has exceeded hiring goals for individuals with disabilities. The
department intends to continue efforts in recruitment of individuals with disabilities and maintain efforts at
retaining these individuals. '

X. AFFIRMATIVE ACTION PROGRAM OBJECTIVES

In pursuing the agency’s commitment to affirmative action, the agency will take the following actions during
2016-2018:

Objective #1: The agency will continue to hire affirmatively and will include affirmative action consideration in
the hiring process for all hires where a disparity exists.

Action Steps:

e Forall hires in which a disparity exists, Human Resources will thoroughly conduct a pre-hire review prior to
the interview process.

e The Human Resources office will maintain files with documentation on affirmative and justified hires.

Evaluation: This is an ongoing objective, continued from the 2014-2016 plan.

Objective #2: The AAO Designee will monitor the agency’s Pre-Employment review procedure in a consistent
and fair manner, ensuring that hiring personnel do not have access to protected group information.

Action Steps:

e Meet with hiring personnel to review and suggest recruitment methods and to identify whether there is a
disparity for any of the three protected groups.

e Review hiring responsibilities and procedures with managers and supervisors.

Evaluation: This is an ongoing objective, continued from the 2014-2016 plan. Protected group information is
maintained only by the Human Resources office. Monitoring the hiring process forms are completed for all
vacancies in which a disparity exists.

Objective #3: The AAO designee will work with MMB’s Office of Diversity and Equal Opportunity to develop a
comprehensive workforce/utilization analysis in order to develop affirmative action goals and timetables.
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Action Steps:

¢ Update current workforce/utilization analysis for the new affirmative action plan.

¢ Develop new hiring goals and timetables for approval in the agency’s affirmative action plan.

» Disseminate information about job classifications for which there are disparities to all hiring personnel.

Evaluation: These activities are done on a biennial basis for the agency’s Affirmative Action Plan.

Objective #4: Educate all managers and supervisors about their affirmative action responsibilities.

Action Steps:

e Develop informational materials outlining the hiring process for vacancies in which a disparity exists directly
addressing the role of the manager/supervisor.

e Develop informational materials specifically addressing the manager/supervisor’s role in implementing the
affirmative action plan and specific supervisory responsibilities that contribute to the retention of protected
group members.

e Inform all managers and supervisors of external training pertaining to affirmative action/equal opportunity
and Americans with Disabilities Act. '

e Work with Training Coordinator to ensure that all managers and supervisors have attended Core training,
which includes affirmative action, Americans with Disabilities Act and discrimination/discriminatory
harassment training.

Evaluation: This is an ongoing objective, continued from the 2014-2016 plan. Annually, the AAO provides an
update to the department’s Division Directors regarding underutilizations and reviews the role of the AAO in the
hiring process.

Objective #5: The AAO will keep the agency employees informed, updated and aware of Affirmative Action,
Equal Opportunity and Diversity policies, news, training and events and provide educational opportunities and
methods for MDE employees to facilitate a work culture that values and respects diversity and individual
differences.

Action Steps:

e Sponsor diversity awareness sessions for MDE management and for all employees.

e Brochures, articles, announcements for community events will be posted and/or available for employees.
Evaluation:

a. During the AAP Plan 2017-2018 employees will have opportunities to attend at least one awareness
session.

b. Employees have available written information to enhance their awareness of diversity issues in the
workplace and events in the community.

Assignment: Managers, Supervisors and Human Resources staff
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Objective #6: Evaluate recruitment process used to hire for classified employeés to determine if methods are
effective in recruiting protected group applicants and to strive to achieve a more diverse workforce that
represents the diversity of Minnesota.

Action Steps:
e Study and report on the workforce diversity within each division, work unit and job classification group.

e Identify MDE's recruitment efforts for protected groups in specific job classifications where underutilization
exists for those group.

e Use community outreach, electronic and collaboration with MDE’s Communications division and print
media to expand recruitment efforts.

Evaluation:
a. Management has statistical information on the diversity of MDE workforce to develop recruitment.

b. Recruitment strategies determine sites (colleges, community-based organizations, etc.) and methods to
reach specific applicants.

Assignment: Managers, supervisors and Human Resources staff

Target Date: The AAP Plan year 2017-2018

Xl. METHODS OF AUDITING, EVALUATING, AND REPORTING PROGRAM SUCCESS

Pre-Employment Review Procedure/Monitoring the Hiring Process

The agency will evaluate its selection process to determine if its requirements unnecessarily screen out a
disproportionate number of women, minorities, or individuals with disabilities. The agency will use the
monitoring the hiring process form for every hire to track the number of women, minorities, and individuals with
disabilities, in each stage of the selection process. Directors, managers, and supervisors will work closely with
human resources and the AAO in reviewing the requirements for the position, posting the position, and
interviewing and selection to ensure that objective criteria are established for determining candidates to
interview and hire, and equal opportunity and affirmative action is carried out. Directors, managers, and
supervisors will be asked to document their hiring decisions and equal opportunity professionals will review for
bias.

Any time the agency cannot justify a hire, the agency takes a missed opportunity; the chief of staff will be
asked to authorize the missed opportunity. If the department has over 25 percent missed opportunities, the
final decision on each hire rests with the commissioner after consultation with the appropriate division manager
and the AAO.

The agency will report the number of affirmative and non-affirmative hires as well as missed opportunities to
Minnesota Management and Budget on a quarterly basis.

When candidates are offered interviews, employees scheduling interviews will describe the interview format to
the candidate and provide an invitation to request a reasonable accommodation for individuals with disabilities
to allow the candidate equal opportunity to participate in the interview process. For example, describe if
interview questions are offered ahead of time or what technology may be used during the interview process.
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This allows for an individual with a disability to determine if they may need a reasonable accommodation in
advance of the interview.

All personnel involved in the selection process will be trained and accountable for the agency’s commitment to

equal opportunity and the affirmative action program and its implementation.

Pre-Review Procedure for Layoff Decisions

The AAO, in conjunction with the Human Resources director, shall be responsible for reviewing all pending
layoffs to determine their effect on the agency’s affirmative action goals and timetables.

If it is determined that there is an adverse impact on protected groups, the department will document the
reasons why the layoff is occurring, such as positions targeted for layoff, applicable personnel policies or
collective bargaining agreement provisions, or other relevant reasons. The agency will determine if other
alternatives are available to minimize the impact on protected groups.

Other Methods of Program Evaluation

The agency submits the following compliance reports to Minnesota Management and Budget as part of the
efforts to evaluate the agency’s affirmative action program:

e Quarterly Monitoring the Hiring Process Reports;
¢ Biannual Affirmative Action Plan;

e Annual Americans with Disabilities Act Report;

e Annual Internal Complaint Report; and

e Disposition of Internal Complaint (within 30 days of final disposition).
The agency also evaluates the Affirmative Action Plan in the following ways:

e Monitors progress toward stated goals by job category annually;

e Analyzes employment activity (hires, promotions, and terminations) by job category to determine if there is

adverse impact annually;

e Reviewing disciplinary actions taken during the year including review of job classification, bargaining unit,
racial/ethnic group, gender, and disability status.

e Analyzes compensation program to determine if there are patterns of discrimination each year,

e Reviews the accessibility of online systems, websites, and ensures that reasonable accommodations can
be easily requested; and

« Discusses progress with agency leadership on a periodic basis and makes recommendations for
improvement. :

Xll. RECRUITMENT PLAN

The objective of this recruitment plan is to ensure the agency’s recruitment programs are publicly marketed,

attract, and obtain qualified applicants, enhance the image of state employment, and to assist in meeting the -

affirmative action goals to achieve a diverse workforce.
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Recruitment costs incurred during the 2014-2016 plan year totaled approximately $700.

Below are various recruitment methods or strategies utilized by the agency during the past year and plans for
the upcoming plan years 2016-2018.

Advertising Sources

The department has expanded the use of a number of internet based job boards, including those maintained
by the following organizations:

e EdPost — hosted by St. Cloud State University
o Minnesota Association of School Administrators
e Minnesota Association of School Business Officers

e Minnesota Evaluation Studies Institute, University of Minnesota, College of Education and Human
Development

These resources are free to job applicants and we plan to continue expanding the reach of department
recruiting for competitive hires. In addition, the department plans to continue utilizing the Workforce Community
Email List on a regular basis

Internally, department employees are made aware of opportunities via posted bulletin notices as well as a link
to open opportunities as they're posted to the state’s careers website.

Recruitment for Individuals With Disabiliﬁes

e Review of job postings for physical and sensory requirements and ensure that qualifications in job postings
are inclusive and do not pose any unnecessary barriers.

o The department will review all job postings for physical and sensory requirements and determine if the
qualifications for the position are job-related and consistent with business necessity. Additionally, our
agency will ensure language pertaining to physical and sensory requirements is inclusive language for
job qualifications.

e Enhance use of recruitment efforts

o The department will explore additional recruitment outlets specifically aimed at individuals with a
disability, such as those shared or identified by ACCESS and the Human Resources Directors
Partnership. '

e Self-ldentification

o At the time of application and occasionally thereafter, our agency will communicate to our employees
that we collect summary data related to the number of individuals who have applied for positions and
who are in our workforce. We will inform employees that we collect this summary data ta make
determinations about where we need to improve in terms of recruitment, selection, or retention of
individuals with disabilities.

e Reasonable Accommodations
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o We will prominently display on our career site that we will provide reasonable accommodation to
qualified individuals with a disability who apply for our positions where needed. Once hired, we will
educate employees, supervisors, and managers on accommodating employees in the workplace.

Internships

The department utilizes internships on a very limited basis and has recruited interns through contact by
interested parties and employee suggestions. A formal internship program does not currently exist at the
department. ‘

During the 2014-2016 plan year, the department hired one Urban Scholar intern.
Supported Employment (Minn. Stat. § 43A.191, subd. 2(d))

The department supports the employment of individuals with disabilities and will review vacant positions to
determine if job tasks can be performed by a supported employment workers. We will work with community
organizations that provide employment services to individuals with disabilities to recruit for these positions.

XIlll. RETENTION PLAN

The agency is committed to not just the recruitment of women, minorities, and individuals with disabilities, but
also to the retention of these protected groups.

Individual(s) Responsible for the Agency’s Retention Program/Activities
Tammy Funk, Human Resources Director, (651) 582-8502, tammy.funk@state.mn.us

Separation Analysis by Protected Groups

There has been turnover for women, however, the department has been successful at recruiting and hiring
additional women to avoid a disparity and underutilization. Given the overall number of women employed by
the department it is not surprising that the majority of separations are women, and is not a cause for concern.

The department remains underutilized for racial/ethnic minorities. There were four total separations of
minorities, three voluntary resignations and one layoff, though that individual was retained in another position
within the department. On balance, the number of separations of racial/ethnic minorities remained a small
percentage of the overall total.

For individuals with a disability, five of the six separations occurred as a result of retirements, one was a
resignation. Again, this is a positive method of separation in terms of retention of employees. The
administrators/officials category turns over very little outside of the gubernatorial election, so little progress is
anticipated in this category. Additional work needs to be done considering the level of the disparity in terms of
the professional category.

Methods of Retention of Protected Groups

The department feels that the retention effort begins with the employees first day on the job. We have
developed a checklist for supervisors to use for working with new employees. This checklist includes various
suggestions for welcoming and orienting new employees to the department. These suggestions include the
use of a mentor to help the employee on a day-to-day basis with the work and the processes and procedures
used in their office.
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The department has implemented a performance management system with an increased emphasis on
individual development plans. Employees must have a development plan incorporated in their annual

performance review. This development plan is a cooperative effort on the part of the employee and the
supervisor.
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A. Complaint of Discrimination/Harassment Form
Department of Education

1500 Highway 36 W

Roseville, MN 55113

651-582-8550

Please Read Before Completion of Form

Any complaint of discrimination/harassment is considered confidential data under Minnesota Statutes, section
13.39, subdivision 1 and 2. This information is being collected for the purpose of determining whether
discrimination/harassment has occurred. You are not legally required to provide this information, but without
it, an investigation cannot be conducted. This information may only be released to the Affirmative Action
Officer or designee, the complainant, the respondent and appropriate personnel.

Complainant’s Name Job Title
Work Address Telephone
Agency Division Manager

Respondent’s Name Respondent’s Job Title
Respondent’s Work Address Respondent’s Telephone
Respondent’s Agency Division Manager
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Basis of Complaint

Place an “X” in the box for all that apply:

D Race

[ ] Disability

[ ] Sexual Orientation

I:] Sex

[ ] Marital Status

[ ] status with Regard to
Public Assistance

[ ]Age

[ ] National Origin

[ ] Membership or Activity in
a Local Human Rights
Commission

[ ] color

[ ]Creed

[ ] Religion

harassment took place:

Date most recent act of discrimination/

If you filed this complaint with another
agency, give the name of that agency:

Describe how you believe that you have been discriminated/harassed against (names, dates,
places, etc.). Use a separate sheet of paper if needed and attach to this form.
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Witness Work

Witness Names Witness Work Addresses
Telephones

Additional witnesses may be listed in “Additional Information” or on a separate sheet attached
to this form.

This complaint is being filed on my honest belief that the State of Minnesota has discriminated
against/harassed me. | hereby certify that the information | have provided in this complaint is
true, correct, and complete to the best of my knowledge and belief.

Complainant Signature Date

Affirmative Action Officer Signature Date
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B. Employee/Applicant Request for ADA Reasonable Accommodation Form

State of Minnesota — Department of Education

\

Employee/Applicant Request for ADA Reasonable Accommodation Form

The State of Minnesota is committed to complying with the Americans with Disabilities Act (“ADA”) and the
Minnesota Human Rights Act (“MHRA”"). To be eligible for an ADA accommodétion, you must be 1) qualified to
perform the essential functions of your position and 2) have a disability that limits a major life activity or
function. The ADA Coordinator/Designee will review each request on an individualized case-by-case basis to
determine whether or not an accommodation can be made.

Employee Name : Job Title

Work Location

Data Privacy Statement: This information may be used by your agency human resources representative, ADA
Coordinator or designee, your agency legal counsel, or any other individual who is authorized by your agency to
receive medical information for purposes of providing reasonable accommodations under the ADA and MHRA.
This information is necessary to determine whether you have a disability as defined by the ADA or MHRA, and
to determine whether any reasonable accommodation can be made. The provision of this information is strictly
voluntary; however, if you refuse to provide it, your agency may refuse to provide a reasonable accommodation.

Questions to clarify accommodation requested.

1. What specific accommodation are you requesting?
2. If you are not sure what accommodation is needed, do you have any suggestions about what options
we can explore.
a. Ifyes, please explain.

Questions to document the reason for the accommodation request (p/ease attach additional pages if
necessary).

1. What, if any job function are you having difficulty performing?

36



4

Affirmative Action Plan 2016-2018

2. What, if any employment benefit are you having difficulty accessing?

3. What limitation as result of your physical or mental impairment is interfering with your ability to
perform your job or access an employment benefit?

4. . If you are requesting a specific accommodation, how will that accommodation be effective in
allowing you to perform the functions of your job?

Information Pertaining to Medical Documentation

In the context of assessing an accommodation request, medical documentation may be needed to determine
if the employee has a disability covered by the ADA and to assist in identifying an effective accommodation.

The ADA coordinator or designee in each agency is tasked with collecting necessary medical documentation. In
the event that medical documentation is needed, the employee will be provided with the appropriate forms to
submit to their medical provider. The employee has the responsibility to ensure that the medical provider
follows through on requests for medical information.

This authorization does not cover, and the information to be disclosed should not contain, genetic
information. “Genetic Information” includes: Information about an individual’s genetic tests; information
about genetic tests of an individual’s family members; information about the manifestation of a disease or
disorder in an individual’s family members (family medical history); an individual’s request for, or receipt of,
genetic services, or the participation in clinical research that includes genetic services by the individual or a

family member of the individual; and genetic information of a fetus carried by an individual or by a

pregnant woman who is a family member of the individual and the genetic information of any embryo
legally held by the individual or family member using an assisted reproductive technology.

Employee Signature Date
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C. Agency Profile and Organizational Chart

The Minnesota Department of Education serves a wide range of customers: approximately 850,000 K-12
students and their families; 118,000 young children participating in a variety of early learning programs
including Head Start and ECFE; 82,000 adult learners participating in adult education programs including GED
and citizenship programs; Minnesota's 339 school districts and over 52,000 licensed teachers. Current
Organization Chart. '
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D. Underutilization Analysis Worksheets

JOB CATEGORY AVAILABILITY/UTILIZATION/UNDERUTILIZATION ANALYSIS AND ANNUAL GOALS 2016-2018
Worksheet for comparing incumbency to availability and setting goals to correct underutilization.

Total Total % of ool | AAP2016- | AAP2014- | Improved,Not | Numerica
. Employees Number of . Availability | Availability Difference

Job Categories . . Women in 2018 Number 2016 Improved, .

in Job Women in % Number . . in the Two

the Group Underutilized | Underutilized | Same

Group Group Plans
Officials/Administrators 40 28 70.00% 42.90% 17 0 0 Same 0
Professionals 294 229 77.89% 68.94% 203 0 0 Same 0
Office/Clerical 49 43 87.76% 77.34% 38 0 0 Same 0
Technicians (includes 3 8 5 62.50% 51.00% 4 0 0 Same 0
from Paraprofessionals)

MINORITIES
o .
Total Total %ot . . AAP2016- | AAP2014- | Improved, Not | Numerical
. Employees Number of Minorities | Availability | Availability Difference
Job Categories . e . 2018 Number 2016 Improved, .
in Job Minorities in in the % Number - . in the Two
Underutilized | Underutilized | Same
Group Group Group Plans
Officials/Administrators 40 7 17.50% 16.71% 7 0 0 Same 0
Professional 294 24 8.16% 10.60% 31 7 14 Improved -7
Office/Clerical 49 6 12.24% 11.56% 6 0 1 improved -1
8 o 0.00% 10.60% 1 1 1 Same 0
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Total Total % of Indiv. Numerical
Employees Number of w/ Availability | Availability AAP 2016- AAP 2014- Improved, Not Difference
Job Categories i: ng Indiv./ with | Disabilities % Y Number 2018 Number 2016 Improved, in the T
' Disabilities in the 0 Underutilized | Underutilized | Same wo
Group . Plans
in Group Group
Officials/Administrators | 40 2 5.00% 7.00% 3 1 1 Same 0
Professionals 294 23 7.82% 7.00% 21 0 5 Improved -5
Office/Clerical 49 7 14.29% 7.00% 3 0 0 Same 0
Technici incl
echnicians (includes 3 8 0 0.00% 7.00% 1 1 0 Not Improved 1
from Paraprofessionals)
Totals 391 32 8.18%

Source: American Fact Finder, operated by the U.S. Census Bureau. Labor Statistics for women and minorities compiled from the American Community
Survey (2006-2010), released in March of 2013. Statistics for individuals with disabilities are taken from OFCCP (Office of Federal Contract Compliance
Programs) and are based upon data derived from the American Community Surveys (2006-2010).
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E. Separation Analysis for Minnésota Department of Education

Total Separations

Total Number

Percentage of

i Total Total Number Percentage of | Total Number Percentage of . X
Types of Separation Total Number e e of Indiv Indiv
Percentage of Women Women of Minorities Minorities L e
w/Disabilities | w/Disabilities
Dismissal or Non-Certification 4 5.56% 3 4.2% 2 2.8% 1 1.4%
Resignations 21 29.17% 16 22.2% 1 10.34% 1 1.4%
Enhanced Separation 0 0.00% 0 0% 0 0.00% 0 0.00%
Retirement 43 59.72% 31 43.1% 3 4.2% 10 13.9%
Deaths 2 2.78% 2 2.8% 1 1.4% 0 0.00%
Lay-off 1 1.39% 1 1.4% 0 0% 0 0.00%
Termination without Rights 1 1.39% 1 1.4% 1 1.4% 0 0.00%
Total Separations 72 100.00% 54 75% 8 11.1% 12 16.7%

Separations of Officials and Administrators

Total Number

Percentage of

Tt | 1| Tomber | oot | Tounter | Peeenetet | St | i
w/Disabilities w/Disabilities
Dismissal or Non-Certification 0 0.00% 0 0.00% 0 0.00% 0 0.00%
Resignations 0 0.00% 0 0.00% 0 0.00% 0 0.00%
Enhanced Separation 0 0.00% 0 0.00% 0 0.00% 0 0.00%
Retirement 6 85.7% 5 71.4% 2 28.6% 2 28.6%
Deaths 0 0.00% 0 0.00% 0 0.00% 0 0.00%
Lay-off 0 0.00% 0 0.00% 0 0.00% 0 0.00%
Termination without Rights 1 14.3% 1 14.3% 1 14.3% 0 0.00%
Total Separations 7 100.00% 6 85.7% 3 42.9% 0 28.6%
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Separations of Professionals

Types of Separation Total Number Total Total Number Percentage of TotaI.Nurf'nI.oer Perc.entrflg‘e of Totzlf ll\::ir;ber Perccle:;?vge of
Percentage of Women Women of Minorities Minorities w/Disabilities w/Disabilities
Dismissal or Non-Certification 3 5.9% 2 3.9% 1 2.00% 1 2.00%
Resignations 20 39.2% 15 29.4% 1 2.00% 1 2.00%
Enhanced Separation 0 0.00% 0 0.00% 0 0.00% 0 0.00%
Retirement 27 52.9% 17 33.3% 0 0.00% 4 7.8%
Deaths -0 0.00% 0 0.00% 0 0.00% 0 0.00%
Lay-off 1 2% 1 2.00% 1 0.00% 0 0.00%
Termination without Rights 0 0.00% 0 0.00% 0 0.00% 0 0.00%
Total Separations 51 100.00% 33 68.6% 2 3.9% 2 11.8%
_ Separations of Office/Clerical
Types of Separation Total Number Total Total Number Percentage of Total_NurPl?er Perc-entz_lg.e of Totz: :\:"L;rxlber Perc:e:;iavge of
Percentage of Women Women of Minorities Minorities w/Disabilities w/Disabilities
Dismissal or Non-Certification 1 7.7% ) 1 A7.7% 1 7.7% 0 0.00%
Resignations 1 7.7% 1 7.7% 0 0.00% 0 0.00%
Enhanced Separation 0 0.00% 0] 0.00% 0 0.00% 0 0.00%
Retirement 10 76.9% 9 69.2% 1 7.7% 4 30.8%
Deaths 1 7.7% 1 7.7% 1 7.7% 0 0.00%
Lay-off 0 0.00% 0 0.00% 0 0.00% 0 0.00%
Termination without Rights 0 0.00% 0 0.00% 0 0.00% 0 0.00%
Total Separations 13 100% 12 92.3% 3 23.1% 4 30.8%
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Separations of Technicians

Total Number

Percentage of

Tpes of Spratio Tt | | Tt | oot | Tounter | Pmenetet | Vot | e

w/Disabilities w/Disabilities
Dismissal or Non-Certification 0 0.00% 0 0.00% 0 0.00% 0 0.00%
Resignations 0 0.00% 0 0.00% 0 0.00% 0 0.00%
Enhanced Separation 0 0.00% 0 0.00% 0 0.00% 0 0.00%
Retirement 0 0.00% 0 0.00% 0 0.00% 0 0.00%
Deaths 1 100.00% 1 100.00% 0 0.00% 0 0.00%
Lay-off 0 0.00% 0 0.00% 0 0.00% 0 0.00%
Termination without Rights 0 0.00% 0 0.00% 0 0.00% 0 0.00%
Total Separations 1 100.00% 1 100.00% 0 0
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